This article describes the common characteristics of organizational commitment among professional jobs, such as medical doctors and hospital nurse, that have considerable important roles in creating company relationships with external parties. Those who work in these jobs bridge organizations and consumers on behalf of their companies, and are likely to bring in benefits to the development and achievement of organizational goals on one hand, and contrastly, also could be a harmful impact to the organization on the other hand. This study conceptually outlines the characteristics of organizational commitment among lawyers, accountants, and medical doctors. Results reveal some valuable considerations regarding organizational commitment in these professions.
Introduction
The direction of current business developments lead to the ways used by an organization to improve their customers satisfaction, through placing the role of and focusing on human beings, either as employees or consumers. Accordingly, the human resource management aspect is increasingly important to analyze more deeply about the consequences of the commitment and perceptions of different employees toward the organisation. Human resources are considered a key source of innovation and strategy for organizations. The importance of human capital has led organizations and scholars alike, either practically or theoretically, to develop competitive human resources as a fundamental value of the organization (Ghorbanhosseini, 2013) .
Organizational commitment is one of the most often analyzed variables in the literature of organizational management sciences. Many scholars are interested in this area since Meyer and Allen (1998) proposed a three-dimensional model of the construct. Since then, numerous studies on organizational commitment have emerged. Discussion of the commitment was no longer the impetus to become an employee or an employee being approached in an organization, but has become more on the emotional impulse of the profession the employees occupy in the organization where they work (Meyer & Allen, 1998 ).
Many studies have widely discussed the organizational commitment of professional jobs, particularly of accountants (e.g., Lander, Koene, & Linssen, 2013; Singh & Gupta, 2015; Chong & Monroe, 2015; Sejjaaka & Kaawaase, 2014; Olsen, Sverdrup, Nesheim, & Kalleberg, 2016; Welsch & LaVan, 1981; Aranya & Ferris, 1984; Morrow & Wirth; 1989; Aranya & Amernic, 1981; Reed, Kratchman, & Strawser, 1994; Ketchand & Strawser, 1998) , nurses and hospital employees (e.g., Li, Early, Mahrer, Klaristenfeld, & Gold, 2014; Top, Akdere, & Tarcan, 2015; Fu & Deshpande, 2014; Yang, Liu, Chen, & Pan, 2014; Lisdiyono & Asyhar Assalmani, 2017; Laschinger, Nosko, Wilk, & Finegan, 2014; Nesje, 2015; Sharma & Dhar, 2016; Veličković et al., 2014; Yang, Liu, Huang, & Zhu, 2013; Blau, 1999; Mosadeghrad, Ferlie, & Rosenberg, 2008; Lum, Kervin, Clark, Reid, & Sirola, 1998; Ingersoll, Olsan, Drew-Cates, DeVinney, & Davies, 2002; Kuokkanen, Leino-Kilpi, & Katajisto, 2003; Lu, Lin, Wu, Hsieh, & Chang, 2002) , lawyers (e.g., Wallace, 1995a; Lu, Liang, & Li, 2014) , and teachers (Nart & Batur, 2014; Bogler & Somech, 2004) . However, these studies only discussed the commitment of a particular professional job. In addition, there are only a few studies which have considered the commonalities between multiple occupations (e.g., Mathieu & Zajac, 1990; Meyer, Allen, & Smith, 1993) . In this regard, this paper will further analyse this issue by comparing three professional areas and will give a more valuable summary of the results of previous studies in the relationship of organizational commitment and professional jobs. Moreover, this study is useful to address that further research should consider some different characteristics of a particular professional job that is profoundly distinguished from other kinds of jobs. Finally, this paper also provides a meta analysis that examines the commonalities of previous studies' statistical results, empirically providing a more established concept of professional job commitment.
Organizational Commitment
Commitment, which plays an important role in shaping the behavior of employees, and can be defined as the force that binds an individual to act, in accordance with the different perceptions that are relevant to the organizational goals (Meyer & Herscovitch, 2001) . Previous studies have specifically described the dimensions of organizational commitment (e.g., Meyer & Herscovitch, 2001) , and concluded that organizational commitment has a positive influence on the organization goals (Shagholi, 2011) . In other words, high organizational commitment is assumed to produce high quality outcomes. However, some studies have not specifically discussed the jobs associated with external parties, they have only discussed organizational commitment from the degree of employee involvement in achieving organizational objectives, internal communication networks, and citizenship behaviors, where employees with high commitment are perceived to work beyond minimal job requirements and responsibilities.
The study of organizational commitment extends beyond employee loyalty, which implies the intention of the employee to stay and continue to work in the organization. Employees may work for an organization and exceed their material awareness and psychical and social benefits acquired in the internal environment of the organization. Organizational commitment arises when the goals and values of the organization have been identified by employees. Employees who are highly committed will voluntarily engage in jobs without questioning organizational rewards, and are more likely to empower their physical and material capabilities (Rusu, 2013; Balay & Ipek, 2010) .
Organizational commitment exists in every profession. This suggests that being able to predict the organizational development in the future depends heavily on human capital. In return, the organization in recent decades have been willing to provide high remuneration to maintain and enhance the commitment of their employees as well as offer more promising career advancement opportunities that can help maintain their human capital (Permarupan, 2013; Anggraeni, Dwiatmadja, & Yuniawan, 2017) . Organizations are becoming more dependent on committed employees to gain and maintain competitive advantage. This is reflected in recent organizational trends that consider the nature, development methods, and the implications of employee commitment (Meyer & Parfyonova, 2010) .
Managing employees who have an attachment to the organization is a difficult task for managers. Employees in the organization always have social interactions in their work environment and explore how their attitudes and behaviors fit into this environment (Dineen, Noe, Shaw, Duffy, & Wiethoff., 2007) . This two-way process seems to be already considered as an effective means in sustainable organizational development initiatives, but in some instances this is not entirely possible to achieve.
Negative effects can also arise from employee commitment in certain aspects. For example, affective commitment demonstrates a strong contribution to the organization's readiness for change. It means that an employee's connection to his or her organization may reflect different degrees which one may display commitment to the organization. Generally, the more employees feel attached to their organization, the more they will be committed to the organization and the more they are willing to embrace organizational change (Nordin, 2011) . Nonetheless, continued commitment might negatively effect on areas of job satisfaction and performance (Namasivayam & Zhao, 2007) .
Studies regarding professional jobs show there is a positive relationship of employees belief and acceptance of goals and values of the profession on the willingness to incur the effort in the implementation of the profession and the desire to remain in the profession (Hall, Smith, & Langfield-Smith, 2005; Purtilo, Haddad, & Doherty, 2014 Kim, 2016; Epstein, Seron, Oglensky, & Saute, 2014; Purtilo & Doherty, 2015) . People generally feel willing to live better under a sense of stability. Decreasing and loosing the relationship of employee and organization is largely based on market conditions and organizational demands. When employees are touched by the positive stimuli and conditions that allow them to satisfy their needs, this fosters a development of increased organizational comitment. In this case, organizations need to maintain friendly conducive work conditions in order to preserve employee motivation (Bienkowska, 2012) . Many aspects may effect an employee's attachment to an organization, such as organizational culture, emotional attention, job experience, age, gender, or office design. This highlights the conclusion that organizational commitment may affect individuals in different ways, depending on their type of profession.
Organizational Commitment Among Lawyers, Accountants and Medical Doctors
It is interesting to analyze the organizational commitment between professions. Optimizing multi-sectoral professions relies on the collaboration of program managers, human resource acquisition, and business and finance professionals (Kangas, 2009; Ghofur & Susilo, 2017) . When professionals work in a bureaucratic organization, they tend to feel conflicting goals and compelled to choose one loyalty over another. In such circumstances, they are often expected to be more committed to their profession rather than to the organization. Their job characteristics, which sometimes contact consumers or external parties find themselves in ambiguous situations. For instance, a lawyer who handles personal or organizational clients, or a medical doctor who is able to conduct clinical practice in hospitals, and accountants who are always linked to external parties rather than directly linked to the organization they work for. These professionals may have an attachment with their organization for matters which are not necessarily related to the achievement of the organization, beyond the individual investment. Meanwhile other professionals feel the organization's values, goals, and beliefs that could redirect their commitment (Rusu, 2013; Ghorbanhosseini, 2013; Gokce, Guney, & Katrinli, 2014) . Multi-sectoral professionals often work under different organizational cultures and structures.
Staff professionals often work under more stable and familiar conditions in relation to organizational objectives with established policies. Thus, they often feel they have a capacity to directly help the organizations that employ them. Loyalty to the organization seems to depend also on the professional opportunities for career advancement. For many lawyers, this motivation is the most important determinant of their professional commitment. Lawyers who work in non-professional organizations are generally less committed to their profession. The professional and non-professional organization are different in decision making relating their professional career advancement especially in the career promotion. These facts reveal that the level of organizational commitment among lawyers is often different for each type of organization (Wallace, 1995b) .
Organizational commitment among finance professionals, such as accountants, are not directly related to the performance and results of the assessment involving stakeholders interests in the professional services, such as auditing. They generally work under a competitive environment that focuses on individual issues. Financial professionals tend to serve customers individually and build on the personal relationship between professionals and customers that often bind them in a deeper bond with the customer. This condition enables them to spend more time with customers and provides them with greater understanding of customer needs. Hence, organizations that employ financial professionals might face problems of employee commitment whether they are more likely to be committed to the organization or to the customers they serve. In this case, Furtmueller et al. (2011) suggested that organizations should invest more for permanent employees and establish long-term relationships with permanent employees. Organizations also need to create a bond with financial professionals who may be able to minimize conflicts of commitment and also provide competitive incentives for them (Furtmueller, 2011) .
However, there are gender differences in organizational commitment among financial professionals (Mallon, 2003) . Reed et al. (1994) stated that female accountants are generally less committed to organizations than are male accountants. Female accountants with their external orientation often feel less comfortable with their position in an organization, and are likely to intend to seek other opportunities outside. In addition, job experience positively relates to the level of one's organizational commitment. Having shorter job tenure is positively related to job satisfaction of women professionals and positively related to organizational commitment in men. Meanwhile, having a longer tenure is positively related to organizational commitment in women. The longer the tenure of an accountant, the longer they tend to stay with an organization. In this context, female accountants with primary external orientation are more likely to need high achievement and self-actualization.
Organizations need to provide ongoing appreciation, financial, and emotional support to their employees in order to keep retain them long term. In addition, some issues related to the physical environments also have a relationship with employee organizational commitment. For example, the redesign of an office environment is one factor that may increase the commitment of employees, who enjoy working in a comfortable environment. Comfort and attention provides an enabling environment that often encourages employees and help them feel like they want to stay longer in the office. As a result, organizational rewards of expressing appreciation for employees increases employee commitment (Morrow, 2012) .
Meanwhile, some studies reveal that medical doctors have a low level of organizational culture. For example, doctors in Turkey hospital leadership patterns are closely associated with organizational culture patterns. But leadership behavior and organizational culture does not always affect their commitment to the organization.
Findings from this study show that medical doctors' loyalty is not affected by the culture of the organization. Turkish doctors tend to work in private clinics outside working hours of their assigned hospitals. This is the reason for the low culture of the organization for hospital-based medical doctors. To overcome this situation, hospitals must establish full participation schemes among employees, by involving them in decision making processes, and delegating responsibilities within organization (Gokce et al., 2014 ). An effective participation scheme will prevent negative perceptions of medical doctors on hospital policies. This in turn will affect on increasing the level of organizational commitment. A study by Hoff and Mandell (2001) revealed dual executive commitment among doctors, and doctors found that executives are better able to balance both organizational and professional commitment. They show high organizational commitment when the work environment is comfortable and supportive. This dual commitment reflects job attitudes that encourage success in management roles, especially in increasing the comfort of the working environment, providing enough emotional support, and a high incentive for physicians.
Organizational commitment exists on every hierarchical level. People within organizations at every level of organizational commitment perceive things differently. Sisodia and Das (2013) study conducted in India revealed that among these differences, job autonomy significantly influences commitment. An organization that authorizes greater level of job autonomy is more likely to be trusted by their employees. Employees are able to manage their own schedules and are free to make decisions related to their job. Therefore, they feel greater appreciation toward their organizations, as compared to those with less autonomy and decision-making authority. However, employees with greater autonomy generally showed a higher level of commitment than if they were given less job autonomy. While the opposite was true for employees with less autonomy. Hence, autonomy is an important variable for decision makers especially for employees in more senior positions; it is less effective among employees at lower seniority levels in the organization (Sisodia & Das, 2013) .
Different combinations of multiple commitments have now become a challenging issue within many organizations. A study on employee commitment focused on a smaller division of the organization such as divisions, branches, and teams within the organization (Meyer et al., 1998) . The different perspective of organizational commitment among employees of various professions might explain the need for establishing managerial policy. Managers tend to function better as the bridge between employees and the organization in achieving better performance and organizational goals. In assessing organizational commitment among different professionals, there is a need for assessing some different policies for each organization. In practical terms, this study reveals some implications that focuses on the development of managerial policies to increase employees' organizational commitments among professionals. An organization that employs lawyers should provide designated titles and job roles for them. Hence, professional management within organizations is an imperative task. For organizations with financial professionals, it is necessary to provide a blend of actions to improve the convenience of their work, decrease the number of contract employees for professionals jobs, and build ties between the organisation and employees emotionally. Hospitals need to build organizational culture, due to the fact that many doctors feel a lack of organizational culture, while nurses are generally more dependable with the organizational subculture. The leader's role is highly important in establishing appropriate organizational cultures and managerial policies. Finally, each organization must increase trust of their employees by providing a higher degree of job autonomy. Organizational culture needs to be strengthened in order to build a competitive environment among all employees.
Conclusion
This conceptual study reveals some important conclusions. Lawyer participants perceived their job status as the most important predictor to their commitment. Their loyalty often depends on their career development. Lawyers in non-professional institutions are generally less likely to show a lower level of organizational commitment. Hence, in this situation, organizations need to establish a competitive system of career development and ensure job status among lawyers.
Financial professionals tend to have a low degree of organizational commitment, due to the fact that they frequently focus on deep relationships with clients. In terms of gender, women accountants are generally less committed to organizations, and more externally oriented. For financial professionals, a comfortable working environment, emotional attention focus, and high incentives are important predictors of organizational commitment. And similar with lawyers in the same situation, financial workers generally have a low degree of commitment when temporarily employed.
The degree of organizational commitment of medical professions is closely linked to the behavior of leaders. Doctors generally consider that organizational culture and commitment are a lower-level priority. Organizational cultural conflicts tend to occur in the medical profession because they can work in more than one organization, or
